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I INTRODUCTION 
It is now the law of the land to integrate equal employ¬ 
ment opportunity into every phase of personnel policy and 
practice in the selection, placement, training, and advance¬ 
ment of civilian employees of the Federal Government. Federal 
regulations on discrimination in employment include many 
subjects, take many forms and involve many agencies. Lack of 
equal opportunity for Blacks is the primary subject of enforce¬ 
ment activities. However, discrimination in employment based 
on religion, national origin, sex and age is also prohibited. 
Title VII of the Civil Rights Act of 1964 made it illegal for 
employers of 25 or more and for labor unions and employment 
agencies to discriminate in employment because of an indivi¬ 
dual's race, color, religion, sex or national origin. 
To discern the trends in any area of the law, it is 
necessary to review the significant legislative enactments 
and executive developments. Before the Civil Rights Act of 
1964, several Presidential Executive Orders prohibited em¬ 
ployment discrimination by government agencies and by contrac¬ 
tors and subcontractors doing business directly with the 
government and later by contractors working on federally 
financed projects. The first of a series of Executive Orders 
establishing these policies was issued in 1943. In 1943, 
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President Roosevelt issued an executive order calling for non- 
discrimination in defense industries. Subsequently, this 
policy extended to include all federal contractors. Presidents 
Truman and Eisenhower both issued orders during their admini¬ 
strations. On August 13, 1953 Eisenhower established the 
President's Committee on Equal Employment Opportunity. The 
committee was a 15-member group composed of representatives 
of industry, labor, government, and the public. The committee 
was given the following duties: 
1. To make recommendations to contracting agencies for 
improving nondiscrimination provisions in government contracts. 
2. To serve as a clearinghouse for complaints alleging 
violation of the nondiscrimination clauses. 
3. To encourage and assist with educational programs 
by nongovernmental groups. 1 
During the Eisenhower administration, the committee did not 
possess any remedial authority to enforce their recommendations. 
In 1961, President Kennedy empowered the existing Presi¬ 
dent's Committee on Equal Employment Opportunity to require 
compliance reports, to investigate employment practices, and 
to withhold federal contracts from violators (Executive Order 
10925). "Definite rules for the elimination of employment 
discrimination by government agencies and government contrac¬ 
tors were laid down in 1961 by Executive Order 10925, The 
coverage of Executive Order 10925 was extended in 1963 by 
Executive Order 11114 to cover contractors working on projects 
Clifford L. Alexander, Jr., Legislative History of 
Civil Rights Act of 1964 (U.S. Equal Employment Opportunity 
Commission, 1969), p. 11. 
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financed in whole or in part by the federal government." In 
addition to the responsibilities given to the committee by 
President Kennedy, the committee was also charged with sponsor¬ 
ing "Plans for Progress" programs voluntarily entered into by 
employers and designed to promote affirmative action to en¬ 
courage minority group employment. 
Issuing Executive Orders was not the only action taken 
in the fight to eliminate employment discrimination in the 
period between 1943 and 1964. Bills were introduced in each 
house of the Congress to regulate or at least to conciliate 
matters involving alleged discrimination for reasons involving 
race, creed, color, religion, sex, age, or national origin. 
"In the period between 1943 and 1964, only one bill was passed 
by either house; two others were killed by senate filibuster. 
Other propositions met burial earlier in the legislative 
process, running sometimes into opposition from the chairman 
of the committee within whose purview the matter resided. 
The Senate had less trouble than the House with committee 
approval, but the problem of bringing legislation to a floor 
vote was an even greater obstruction than that posed by House 
3 
rules." The only bill to be passed would become known as the 
2 
Fair Employment Practices Under Federal Law, (Commerce 
Clearinghouse, Inc., 1956, Reprinted., Chicago, 111.: CCH 
Labor Reports-Employment Practices, 1966) p. 1176. 
3 The Bureau of National Affairs, ed,, The Equal Employ- 
ment Opportunity Act of 1972 (Washington, D.C.; Editorial 
Staff, 1973), p. 23. 
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Civil Rights Act of 1964. "Before passing the bill on 
February 10, the House adopted eighteen amendments to Title 
VII of the bill. The most important amendment adopted was the 
one proposed by Congressman Smith (D., Va.) to add sex as one 
4 
of the forbidden bases of employment discrimination." 
The House bill went directly to the floor of the Senate. 
The bill was amended eighty-seven times during the eighty-three 
day debate in the Senate, and the Dirksen-Mansfield substitute 
that finally was adopted made many important changes. The 
House was asked to vote on acceptance of the measure as amended 
by the Senate. On July 2, 1964, the House adopted H. R. 7152 
as amended by the Senate. The vote was 289 to 126. President 
Johnson signed the measure the same day. 
Among the several titles to the act, Title VII is the most 
explicit. "Title VII of the act is concerned with discrimina¬ 
tion in all conditions of employment by four major groups- 
employers; public and private employment agencies; labor organi¬ 
zations and joint labor-management apprenticeship programs. 
Any one of these groups found to be discriminating on the basis 
of race, color, religion, sex, or national origin is in viola- 
5 
tion of the act." 
4 
Clifford L. Alexander, Jr., Legislative History of Titles 
of Civil Rights Act of 1964 (U.S. Equal Employment Opportunity 
Commission, 1969) , p. 11. 
5 
Personnel Research and Development Corporation. Equal 
Employment Opportunity: An Interpretive Guide (Washington, 
D.C.: American Petroleum Institute, 1972), p. 7. 
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The Equal Employment Opportunity Commission (EEOC), which 
was created by Title VII of the Civil Rights Act of 1964, 
became operational July 2, 1965. The EEOC was established as 
the administrative body to enforce Title VII of the Civil Rights 
Act of 1964. Its members are appointed by the President with 
the advice and consent of the Senate. A member is designated 
by the President as Chairman and another as Vice Chairman. 
There are five members on the Commission, of which no more than 
three may be from the same political party. "The Equal Employ¬ 
ment Opportunity Commission is an agency, separate and distinct 
from the President's Committee on Equal Employment Opportunity, 
which administers the President's Executive Orders prohibiting 
government contractors and subcontractors from discriminating 
against employees or job applicants because of race, creed, 
color, or national origin."** 
The EEOC did not have direct authority to enforce viola¬ 
tions of the law and it lacked remdial authority until 1972. 
The Commission did and still does have certain powers designed 
to carry out the purposes of the Act: 
1. To cooperate with and with their consent, to make use 
of state, regional, and local agencies and individuals; 
2. To furnish technical assistance on request to em¬ 
ployers, employment agencies and unions to aid them in compli¬ 
ance with the law or with a Commission order; 
3. To make and publish technical studies to effectuate 
the law; 
Fair Employment Practices Under Federal haw, (Commerce 
Clearinghouse, Inc.; 1956, Reprint ed., Chicago, ïTl: CCH 
Labor Reports-Employment Practices, 1966) p. 1252. 
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4. To refer matters to the U.S. Attorney General, with 
recommendations for intervention in, or prosecution of, civil 
actions authorized by the law; 
5. To assist employers and unions by offering concilia¬ 
tion in cases where some of an employer's workers or some of 
a union's members refuse to cooperate in ending discrimination; 
6. To cooperate with other federal agencies in performing 
educational and promotional activities; 
7. To issue record-keeping and reporting requirements 
and procedural regulations; 
8. To investigate charges of discrimination, to examine 
witnesses, to require the production of documentary evidence 
relative to the charges filed, to hold hearings, to pay wit¬ 
nesses whose depositions are taken or who have been summoned to 
appear before the Commission. 
9. To institute court proceedings to compel compliance 
with a court order in a civil action brought by a complaining 
party where an employer, labor union or employment agency has 
failed to comply with the order; 
10. To issue suitable procedural rules and regulations 
to carry out the purposes of the law; 
11. To investigate, inspect and copy at reasonable times 
records relating to unlawful employment practice charges filed.7 
In 1965, President Johnson signed Executive Order 11246. 
This order dissolved the President's Committee on Equal Employ¬ 
ment Opportunity and transferred its powers to the Secretary of 
Labor. The Secretary of Labor has the power to recommend that 
the U.S. Attorney General or EEOC institute proceedings under 
Title VII of the Civil Rights Act in instances where contractors 
practice discrimination. 
The Office of Federal Contract Compliance (OFCC) was 
established in the Department of Labor as an administrative 
body to ensure that federal contractors and subcontractors 
7 Ibid., P. 13. 
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conform to Executive Order 11246. "This order prohibited dis¬ 
crimination in employment on the basis of race, color, religion, 
and national origin. It was amended in 1968 to prohibit sex 
O 
discrimination by Executive Order 11375." OFCC administers the 
federal government's policy with regard to nondiscrimination in 
employment by federal contractors and subcontractors. Contrac¬ 
tors and subcontractors holding contracts with the government 
in excess of $10,000 are considered nonexempt and are subject 
to the provisions of Executive Order 11246. Executive Order 
11246 requires that every nonexempt federal contract must in¬ 
clude specified clauses in which the contractor agrees to dis¬ 
continue prohibited discriminatory practices, if such exist, 
and to require that subcontractors also agree to discontinue 
q 
discriminatory practices, if such exist. The orders have been 
accorded full legal status in the federal courts and are in 
effect laws of the land. As a result, the federal government's 
contract compliance coverage is quite broad in that nearly all 
manufacturing operations in the fifty states are subject to the 
jurisdiction of the OFCC, either by their qualifications as 
federal contractors or as subcontractors. There are fifteen 
federal contracting agencies assigned to administer and enforce 
compliance responsibilities of the OFCC policy. 
On March 2, 1972, Congress passed the Equal Employment 
g 
Personnel Research and Development Corporation, Equal 
Employment Opportunity: An Interpretive Guide (Washington, 
D.C.: American Petroleum Institute, 1972), p. 10. 
^Ibid. 
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Opportunity Act of 1972. Like the 1964 Act, the Equal 
Employment Act of 1972 was the result of a compromise. The 
compromise was worked out in House-Senate conference committee 
in early 1972. It extended the jurisdiction of the EEOC to 
include state and municipal employees and employees of educa¬ 
tional institutions and modified the minimum number of employees 
required for an establishment to be covered by the act. 
The EEOC and the OFCC are only two of the federal 
agencies responsible for ensuring nondiscrimination in employ¬ 
ment. Others include the U.S. Commission on Civil Rights, the 
Wage-Hour Division (WHD) of the Department of Labor and the 
National Labor Relations Board (NLRB). The Department of Jus¬ 
tice is charged with the enforcement of federal laws, which 
include the Equal Pay Act of 1963, the Civil Rights Act of 1964, 
and the Age Discrimination in Employment Act of 1967, and has 
primary responsibility for initiating court action and for 
prosecution. 
Executive Order 11478 
Executive Order 11478 was issued on August 9, 1969, soon 
after President Nixon took office. He asked the EEOC Commis¬ 
sion to study the Federal EEO program and to recommend improve¬ 
ments, This Order was much stronger than preceding orders and 
made the following significant changes: 
1. For the first time it made clear that equal employ¬ 
ment opportunity applies to and must be an integral part of 
every aspect of personnel policy and practice in the employment, 
development, advancement, and treatment of civilian employees 
of the Federal Government. 
2. It emphasized upward mobility so that underutilized 
employees with ability to advance could receive training and 
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experience that would help them compete for more responsible 
jobs. 
3. It spelled out specifically the steps which consti¬ 
tute "affirmative action." 
4. And it made a clear distinction between equal 
opportunity efforts for all persons and manpower training pro¬ 
grams in federal agencies to employ and assist the disadvan¬ 
taged. 10 
Therefore, the total integration of personnel management 
and equal employment opportunity meant the personnel system 
should reflect equal opportunity at every step. Every step in 
the personnel system - • in initial hiring, promotion, evalua¬ 
tion, awards, training and across the full gamut of personnel 
administration. In addition, President Nixon, on March 24, 1972, 
signed Public Law 92-261 which as a result places federal em¬ 
ployees and agencies under the Civil Rights Act of 1964, as 
amended. The most significant aspect of Public Law 92-261 is 
that it gives the Civil Service Commission which is now the 
Office of Personnel Management (OPM) statutory authority to see 
that all personnel actions in the Federal Government are free 
from discrimination, and are actively and affirmatively oriented 
toward equality of employment opportunity. Public Law 92-261 - 
the Equal Employment Act of 1972 represents the climax of many 
years of work by civil rights group, various committees of 
Congress, and the executive branch. 
Enforcement alone is not the major intent of the Act, it 
requires substantially more affirmative action on the part of 
^Irving Kator, "Third Generation Equal Employment 
Opportunity," July-September 1972, p. 1. 
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agencies, and substantially more monitoring by the EEOC. The 
1972 amendment to Title VII gave the EEOC the power to bring 
civil actions against employers for the purpose of enforcement. 
In addition, the Attorney General has authority to bring suit 
against state and local government agencies which, as a result 
of the 1972 amendment, are now covered. Private complainants 
may also bring suit or intervene when the EEOC or the Attorney 
General sues. Federal employees who allege discrimination based 
on race, color, religion, sex or national origin have guaranteed 
access to the courts if they are not satisfied with the final 
action taken on their complaints by an agency or by the Commis¬ 
sion's Board of Appeals and Review. 
Purpose of the Study 
The review of legislative enactments and Executive Orders 
makes one realize the value of Equal Employment Opportunity 
(EEO) officials in the federal government. The bills and 
orders moved from passive (1960s) to active (1970s). The EEO 
officials, specifically, EEO specialists play a major role in 
carrying out the purpose of these legislative enactments and 
Executive Orders. This study is concerned with an assessment 
of the roles of EEO specialists, in reference to equal oppor¬ 
tunity for minorities in selected federal agencies in Atlanta, 
Georgia. The EEO specialists must not only enhance programs 
to promote EEO practices, but also interact with the personnel 
units. The questions to be answered in the study deal with the 
EEO specialists' perceptions of their roles; the EEO special¬ 
ists' relationships to the heads of the agencies and the 
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specialists' relationships to the personnel units in the 
selection, placement, training, and advancement of minorities. 
Other concerns deal with identifying constraints and the changes 
or extensions of the present EEO program based on these con¬ 
straints in the environment in which the EEO specialist works. 
Methodology 
The method used to conduct this study was exploratory 
research. The major emphasis was on the discovery of ideas 
and insights pertinent to the EEO specialists' roles, duties, 
and performance in their agencies. This method allowed the 
researcher to gain familiarity with the subject under investi¬ 
gation, clarify concepts, and gather information about the 
setting in which the duties of an EEO specialists are performed. 
The data collected were obtained from both primary and 
secondary sources. The primary data consisted of interviews 
with six EEO specialists. The specialists were selected from 
regional federal departments and agencies in region IV, Atlanta, 
Georgia. The interview schedule contains questions that the 
researcher considers important to an understanding of the 
specialists and how they perceive their roles within the 
environment in which they work. They were also questioned 
about the relationship between themselves and the personnel 
unit as well as the EEO officials. The EEO specialists' names 
and the agencies in which they work are not mentioned in the 
study due to possible repercussions that may occur if their 
views should become known by their supervisors. After the 
interviews were completed, an analysis was made of the responses 
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of the selected EEO specialists' perceptions of their roles. 
A collection of secondary data relevant to the functions of the 
EEO program and EEO staff was used to set forth the purpose, 
content, and legal basis of the EEO officials, specialists, 
and programs. 
II. An Analysis of EEO Specialists' 
Perceptions of Their Roles 
The analysis of selected EEO specialists' perceptions of 
their roles was obtained through interviews with six selected 
specialists employed in regional headquarters offices in 
Atlanta, Georgia. The questions were prepared before the in¬ 
terview, in order that the interviewer could cover all pre¬ 
determined questions with each specialist selected for the 
study. The questions were open-ended. That is, the questions 
were designed to permit a free response from each specialist 
rather than responses limited to stated alternative choices. 
The distinguishing characteristic of the open-ended questions 
is that they raise issues but do not provide or suggest any 
structure for the replies. Accordingly each individual was 
given the opportunity to answer in his and/or her own terms 
and in their own frames of reference. 
The six minority specialists selected for the interview 
included two black females, three black males, and one hispanic 
male. Minority officials, generally speaking, are seen as 
being sympathetic to the interests of minorities, i.e., plac¬ 
ing minorities in every level in the federal government in 
order to eliminate underrepresentation of minorities. 
It is necessary to address each question and response to 
understand the role of the EEO specialists and how they per- 
13 
14 
ceive their roles. The list of questions contained in the 
interview schedule may be found in Appendix A. 
Question number one requested the specialists to indicate 
how they were selected for their positions. In each case selec¬ 
tions were done through a regular comeptitive process, as pro¬ 
vided by the Merit Promotion System. Under the Merit Promotion 
System, a board is established within the agencies to select the 
best qualified applicants for a position based on the qualifi¬ 
cations and experiences of the applicants. The board selects 
from three to five of the best qualified applicants and submits 
this list to the regional director of the particular agency or 
department. The regional head, in these instances, makes the 
final selection from the list of best qualified applicants sub¬ 
mitted to him or her by the board. 
The second question requested the specialists to indicate 
how long they have been employed with the agencies. Four of the 
specialists indicated that they have been employed with their 
agencies for eight years. However, one of the specialists who 
has been employed with one of the agencies for eight years, has 
only functioned as an EEO specialist four years out of the eight 
years employment with the agency. The fifth respondent has been 
employed with his agency five years. The six respondent has 
been employed only nine months with her agency. The length of 
time each interviewee has been employed in the role of EEO 
specialist was judged to be important in analyzing their re¬ 
sponses to the remaining questions. 
Question number three asked the specialists if the posi- 
15 
tion descriptions mirrored their functions as EEO specialists. 
Each specialist gave considerable thought to this question be¬ 
fore giving his/her response. Four of the specialists said the 
job description did in fact spell out their duties and responsi¬ 
bilities. However, one respondent who answered "yes" also added 
that, in order for the position description to depict an excel¬ 
lent mirror of her role, certain areas would have to change. 
Despite this respondent's added comment, she did not mention 
the areas that would have to be changed. Another respondent 
contended that the position description mirrored his functions 
very closely, approximately ninety-five percent of his work. 
The last respondent indicated that the position description did 
not mirror his functions as an EEO specialist. He maintained 
that a position description points out the basic areas of the 
job and does not mention the areas that an EEO specialist man¬ 
ages, e.g., EEO programs, EEO counselors, and managers. How¬ 
ever, as indicated by their responses, the position descriptions 
for the majority of the respondents do mirror their functions 
as EEO specialists. Thus, it is assumed that the two special¬ 
ists who responded otherwise, may have to deviate from their 
position descriptions in order to perform their functions. 
The fourth question requested the specialists to state 
their duties as regional EEO specialists. The responses to 
this question were important because they provide insight into 
the varied duties each specialist performs as well as some views 
of how the specialists perceive their roles. Due to the varia¬ 
tion of the duties of the respondents, their duties are listed 
16 
individually. 
Respondent number one: serves as the advisor to the 
regional director, she is responsible for developing and im¬ 
plementing the affirmative action programs throughout the region, 
she serves as liaison between the regional office and the 
Washington, D.C., headquarters office. Likewise, she serves as 
liaison between her agency and the Equal Employment Opportunity 
Commission (EEOC). In addition, she is responsible for develop¬ 
ing an ongoing relationship with minorities, women, and organi¬ 
zations in the southeastern region. 
Respondent number two: serves as the principal regional 
EEO advisor. She is responsible for auditing the ten institu¬ 
tions in the southeast region for compliance with EEO and 
affirmative action programs. Moreover, she compiles, analyzes, 
and evaluates data relevant to the EEO program in the southeast 
region, which encompasses the preparation of monthly reports. 
It is also her responsibility to represent her agency at con¬ 
ferences related to minorities and women. She maintains liaison 
with the Office of Personnel Management (OPM) and the Equal 
Employment Opportunity Commission (EEOC). Likewise, she serves 
as liaison to college placement offices and several heads of 
community organizations. In addition, she keeps management 
abreast of all the EEO issues and is in charge of all regional 
training for Special Emphasis programs and EEO counselor pro¬ 
grams in which several employees are trained to advise employees 
on EEO grievance procedures. 
Respondent number three: is responsible for identifying 
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areas in which minorities are underrepresented. He is then 
responsible for developing strategies to obtain representation 
needed in those areas identified. He also assists in the 
development and implementation of affirmative action programs. 
In addition, his primary responsibility is to coordinate with 
the states of the Southeastern Region of the Minority Business 
Enterprise Program which is regally mandated under provisions 
of Title VI of the Civil Rights of 1964. 
Respondent number four: manages the EEO programs for the 
region as well as develops and implements the affirmative action 
program. Furthermore, he serves as the adjudication officer 
for the discrimination complaint process. 
Respondent number five: advises the regional director 
and assists management in developing and implementing the EEO 
program in the southeast region. 
Respondent number six: is responsible for developing 
and monitoring the affirmative action plan, processing discri¬ 
mination complaints, and directing activities for twenty six 
EEO counselors located in the eight states. 
The specialists' duties are multifarious. The most emphasized 
responses by the specialists were "serves as the advisor to the 
regional director" and "development and implementation of the 
affirmative action programs." These duties play a vital part 
in the roles of the specialists. Moreover, these duties are a 
vital function to the EEO program. 
Question number five asked the specialists to state 
whether or not the EEO sections are independent of the personnel 
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units or subsections of the personnel units. Five of the 
specialists indicated that their EEO sections were independent 
sections from the personnel units. Only one specialist indica¬ 
ted that her EEO section is a subsection of the personnel unit. 
She further stated that since the EEO section is a subsection 
of the personnel unit, this arrangement hampers the EEO pro¬ 
gram's progress in her agency. The specialists who indicated 
that their EEO sections are independent from the personnel units 
are seen as having separate indentities from the personnel units 
and are viewed as relating to matters specifically on equal 
employment. However, the one specialist who indicated that her 
EEO section is a subsection to the personnel unit is handi¬ 
capped, in that this EEO section is seen as "personnel" by the 
employees in her agency. 
Question number six requested the specialists to state 
their relationships to the personnel unit. There was consensus 
among the individuals interviewed, that they assist the person¬ 
nel staff to identify those positions that should be considered 
for placement of minority persons. One interviewee indicated 
that he reviews all promotion board files before selections 
are made. Furthermore, he makes sure that the promotion board 
has representation of both minority and female individuals. In 
addition, he makes sure that both minority and female applica¬ 
tions are included in the promotion files which are maintained 
by the personnel unit. 
The Equal Employment Act of 1972 maintains that total 
integration of equal employment opportunity into every phase of 
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personnel policies and practices will bring about the realiza¬ 
tion of minority representation in the federal government. 
Thus, in order for the specialists to develop and implement EEO 
programs there must be a reciprocal relationship between the 
EEO sections and the personnel units. 
The seventh question seeks to find out if the agencies 
in which the specialists work have a goal to meet in hiring 
minorities. All of the agencies, except one, have a goal to 
meet in hiring minorities. The five specialists who indicated 
that the agencies have a goal to meet in hiring minorities 
assist the personnel staffs in trying to meet their agencies' 
goals through recruitment activities, Special Emphasis programs, 
and the Federal Equal Opportunity Recruitment Program (FEORP). 
However, initially, the specialists must try to ensure the 
commitments from management in order to coordinate the above 
activities. Although one specialist indicated that his agency 
does not have a specified goal to meet in hiring minorities, 
he does identify areas where underrepresentation is observed 
and is required to develop strategies to obtain the representa¬ 
tion needed in those areas identified. The goals of organiza¬ 
tions are sometimes displaced, therefore the EEO specialists, 
the personnel staffs, and managers must be dependent upon each 
other to meet the agencies' goals in hiring, selecting, and 
training minorities. 
Question number eight requested the specialists to indi¬ 
cate if they meet with heads of the departments within their 
agencies to discuss EEO developments and practices. The 
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majority of those interviewed indicated that they meet with 
the department heads within their agencies to discuss EEO 
developments. One interviewee indicated that she does not meet 
with the department heads within her agency to discuss EEO 
developments. This interviewee contended that because she does 
not meet with the department heads to discuss EEO developments, 
the EEO program in her agency is impeded. It must be kept in 
mind that the specialists and the department heads both work 
within the same southeast regional agencies. Thus, the special¬ 
ists and the department heads should meet periodically to dis¬ 
cuss EEO developments and practices, since the department heads 
direct managers throughout the region to fill positions that 
are vacant in their divisions. 
The ninth question requested the specialists to specify 
whether they attend regular meetings of the regional department 
heads and bureau chiefs in the agencies in which they work. 
Four of the specialists indicated that they did in fact meet 
with the regional department heads and bureau chiefs because 
they were a part of the administrative body and are executive 
staff members. The one specialist who indicated that she does 
not meet with regional department heads and the bureau chief 
also had the same response to question number eight. Again, 
she feels that her absence from these meetings impedes the EEO 
program. The last respondent indicated that he does attend 
regular meetings sometimes and if he does not his supervisor 
attends the meetings. The regular meetings of regional depart¬ 
ment heads and bureau chiefs can enhance the EEO program 
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objectives in that the specialists may notify the department 
heads and bureau cheifs simultaneously of not only where the 
deficiencies are exemplified in the EEO program, but the areas 
in the EEO program that have improved as well. 
Question number ten asked the specialists to indicate their 
relationship with the heads of the agencies in which they work. 
All of the specialists indicated that their immediate duties in 
relationship to the heads of the agencies are to inform him or 
her of the EEO program objectives and problem areas in the 
southeast region. The heads of the agencies also rely upon the 
specialists' decision and judgements on the affirmative action 
plan. The consensus among the specialists was that they all 
serve in advisory capacities to the heads of the agencies on 
issues relative to the EEO program. An important element to 
the EEO program is the relationships between the heads of the 
agencies and the EEO specialists. This relationship should be 
one of mutual correspondence and mutual support so that the EEO 
program can be successfully implemented throughout the region. 
Question number eleven requested the EEO specialists to 
point out constraints against them performing their roles as 
specialists in the EEO program. The responses were varied and 
are listed separately. 
Respondent number one: acknowledged that specialists 
lack the authority to give directives to managers on what they 
should do to enhance the EEO program. In addition, specialists 
lack punitive authority to force implementation of the program 
throughout their agencies. Respondent number one also maintained 
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that the EEO program lacks pressure from the minority community, 
such as writing to their Congressmen about the EEO programs' 
progress and development. Moreover, this particular respondent 
indicated that being a Black female working in a predominantly 
white male management world is also a constraint. 
Respondent number two: contended that the specialists 
lack authority in performing their functions. She goes on to 
explain that EEO specialists are often located in decision¬ 
making positions, thus EEO specialists can only reveal problem 
areas but can do little about correcting the problems they 
encounter. In addition, the specialist indicated that the chain 
of command process is too slow - by having to go through the 
chain of command many problems that could be corrected at the 
EEO specialist level tend to be delayed until the impact of the 
problems are irreversible. 
Respondent number three: reveals that the constraint 
against him performing his role as a specialist are the atti¬ 
tudes of people, specifically non-minorities' non-acceptance 
of the EEO program. 
Respondent number four: acknowledges several constraints 
which impede his ability to effect the changes that need to be 
made. Among those things cited by this specialist are that 
the EEO process is too slow, and the EEO complaint process is 
burdensome on the employees, so much so, that many employees 
opt to leave the agency. 
Respondent number five: emphasized two constraints: the 
first constraint cited was that the EEO section is understaffed 
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and secondly, the duties and responsibilities of some EEO 
officials are not metfsic]because these EEO officials tend 
to be irresponsible. 
Respondent number six: indicated two constraints against 
him performing his role as a specialist. They are lack of 
resources and vague regulations. 
The constraints as indicated by the respondents are indeed 
critical to their performances as EEO specialists. The con¬ 
straints noted above are apparent to the specialists and should 
be known to top management in order that they may hopefully be 
dealt with accordingly. 
The last item on the interview schedule (question 12) 
sought to have the specialists predict the future of Equal 
Employment Opportunity Programs and their involvement with those 
programs. The responses to item 12 vary from the expression 
that the future and real impact of equal employment as a con¬ 
cept, will be dependent upon the extent to which successive 
presidents place high priority on achieving equity in employ¬ 
ment for minorities and women, to a belief that EEO specialists 
will be empowered to enforce equal employment laws. The indi¬ 
vidual responses to item 12 detail the range of views regarding 
the future of equal employment as expressed by the six EEO 
specialists. 
Respondent number one: stated that the federal govern¬ 
ment has to make more changes and enforce regulations before 
parity in federal employment is fully realized. Moreover, she 
indicated that EEO specialists should accept EEO jobs for 
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experience in the federal government rather than for a career, 
because invariably, over the long range, the EEO process will 
be engrained into personnel so that the EEO specialist will no 
longer exists. 
Respondent number two: stated that if the affirmative 
action goals are taken seriously and are met, the roles of the 
EEO specialists will become more visible, as effective managers 
fare) and the future of the EEO program will proceed in a posi¬ 
tive manner. If not, however, the EEO program will result in 
nothing more than a paper project. 
Respondent number three: contended that the specialists' 
roles will expand to enforce the law instead of simply engag¬ 
ing program development. 
Respondent number four: suggested that each president 
has issued EEO executive orders, therefore the future projec¬ 
tions of the EEO program will center around an Executive Order. 
Respondent number five: acknowledged that both the EEO 
program and his role as the Regional Equal Employment Opportu¬ 
nity specialist will be strengthened under the jurisdiction 
of the Equal Employment Opportunity Commission. 
Respondent number six: stated that currently, the Carter 
administration is making progress in equal employment, there¬ 
fore the future of the program will depend upon each presidents' 
administration. 
It is obvious that the specialists have mixed feelings about 
the future of EEO programs and the longevity of their positions. 
Nonetheless, they hold a sense of importance of their work, 
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if not abundant optimism. 
III. Collective Analysis of 
EEO Specialists' Roles 
The interviews have provided some insights into how the 
specialists perceive their roles. It was felt that questions 
one and two which asked the specialists to state the manner in 
which they were selected and the length of time they have been 
employed as specialists, would have a direct bearing on the 
nature and analysis of their responses to the remaining ques¬ 
tions of the interview schedule. No clear exceptions in the 
response pattern to questions one and two were discerned, there¬ 
fore, no effort has been made to compare the responses on a 
length of employment time basis. 
Question number three in the interview schedule initiates 
the process of tapping the specialists' perceptions of their 
roles. This question requested the specialists to indicate 
whether their position descriptions mirrored their functions as 
EEO specialists. Based on the responses of four of the 
specialists to question number three, the position descriptions 
do describe exactly what is done by them in their roles. Per¬ 
haps for the remaining two respondents, the positions descrip¬ 
tions do not describe all that is done by them, and therefore, 
they may in their activities deviate, from time to time, from 
their position descriptions. Apparently, these two specialists' 
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position descriptions do not describe the entire set of activi¬ 
ties engaged in by them. However, they do not seem to encounter 
any problems in the performance of their duties. 
The EEO specialists all serve in advisory capacities for 
the southeast regional agencies in which they work. They are 
the principal advisors to the regional director on EEO matters. 
The development of affirmative action plans or programs were 
stated as the major duties of all of the specialists, as re¬ 
vealed by their responses to question number four. The scope 
and content of the EEO specialists responsibilites in the area 
of affirmative action are best understood by the following: 
The affirmative action program is a set of 
specific and result oriented procedures to 
which management commits itself to apply 
every good faith effort. The objective of 
these procedures plus such efforts is equal 
employment opportunity ... An acceptable 
affirmative action program must include an 
analysis of areas within which the manager 
is deficient in the utilization of minority 
groups ... Management is being asked to 
testify against themselves and then to set 
reasonable goals and timetables for correct¬ 
ing that which they have admitted is defi¬ 
cient. 11 
Therefore, the development and implementation of an affirmative 
action plan is a task that must be accomplished through the 
cooperation of managers. 
As liaison persons for the Office of Personnel Management 
and the Equal Employment Opportunity Commission, the specialists 
hold challenging roles. The Office of Personnel Management and 
Personnel Research and Development Corporation, Equal 
Employment Opportunity: An Interpretive Guide (.Washington, D.C.: 
American Petroleum Institute, 1972), p. 12. 
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the Equal Employment Opportunity Commission guidelines must be 
followed by all departments and agencies, and therefore the 
EEO specialists must not only be overseers of the EEO programs 
but should have the auxiliary force of the regional heads and 
managers in the southeast region, behind them in their efforts. 
Invariably, without this support the specialists will fall 
short in the performance of their roles, as well as, achieving 
the objectives of EEO programs. The duties of the EEO special¬ 
ists are multifarious and extensive. However, the larger per¬ 
centage of their work is directed to advising their regional 
heads and their agencies within the southeast region. 
In those instances where the EEO specialists are in no 
way attached to the personnel sections of their respective 
agencies, they are viewed by the employees as being more inde¬ 
pendent in their work. Thus, one could assume that in those 
instances, they are felt to be more effective in the minds of 
the employees, if not in fact. In any event, they are likely 
to be viewed as an arm of management that reports directly to 
the regional heads. 
In one exceptional case, the specialist stated that she, 
as well as, the EEO unit is a subsection of the personnel unit. 
Likewise, she performs certain functions ordinarily assigned to 
the personnel staff, e.g,, she is responsible for operation of 
the Exit Interview Program, Upward Mobility Program, and the 
Summer Internship Program. For purposes of overall direction, 
the personnel director heads both the EEO section and the per¬ 
sonnel unit. Specifically, this specialist is directly respon- 
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sible to the personnel director, rather than to the regional 
head of the agency. 
In the matter of the relationship of the EEO units to the 
personnel units of the respective agencies (Question 6), the 
EEO sections are generally considered as adjunct to the person¬ 
nel units. Accordingly, the EEO specialists may from time to 
time offer advice to the appropriate personnel officer on the 
advisibility and desirability of placing minorities in certain 
positions where they are underrepresented or not represented at 
all. 
Question number seven raised the issue of goals in terms 
of targets and numbers of positions designated for placement of 
minorities and women. Each specialist indicated some involve¬ 
ment in activities designed to address employment of minorities 
and women. Four of the specialists gave specific numbers of 
positions targeted for minorities and women - two did not indi¬ 
cate any specific numbers. All of them, however, are engaged 
in some degree of development activity aimed at placement of 
the two groups. 
The Federal Equal Opportunity Recruitment Program (FEORP) 
was indicated by three of the respondents as a newly developed 
program that is designed to assist in resolving the under¬ 
representation of women and minorities in the various job cate¬ 
gories through the Federal Civil Service, The following excerpt 
gives a brief description of the purpose of FEORP - 
The FEORP guidelines stipulate that once 
these determinations are made, it is the 
responsibility of each agency to develop a 
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targeted recruitment program to eliminate 
the underrepresentation of the various 
groups. Agency FEORP's should result in 
more represented applicant pools from which 
to select Federal employees. Once an agency 
has established a representative workforce, 
it has met the ultimate goal of Congress. 12 
In addition to the compliance of the recent developed 
FEORP program, several other programs have been designed which 
place special emphasis on recruitment, hiring, training and 
promotion of minority employees and applicants for employment. 
Collectively these programs are referred to as the Special 
Emphasis Programs. The three programs mentioned by the special¬ 
ists as part of the Special Emphasis group are the Black Affairs, 
Hispanic and Federal Women's Programs, It is clear that the 
EEO specialists and personnel staffs of the agencies must work 
together to achieve the goals of these Special Emphasis Pro¬ 
grams. Thus, both the specialists and the personnel staffs are 
inescapably engaged in compliance with the law, whether or not 
there are specified target numbers of minorities and women set- 
out for hiring promotion in the respective departments and 
agencies. 
Question number eight requested the specialists to indi¬ 
cate if they meet with department heads to discuss EEO develop¬ 
ments and question number nine requested the specialists to in¬ 
dicate if they attend regular staff meetings with department 
heads and bureau chiefs. The correlation between these two 
12 
Affirmative Employment Programs Office of Personnel 
Management Mid-Atlantic Region, "What is FEORP?" 
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questions is obvious. The responses to questions number eight 
and nine bring to light the communications link between the 
bureau chiefs, department heads, managers, the specialists, and 
employees. The pattern of interaction at the highest level is 
uniform with the exception of one instance in which the EEO 
specialist reported that she does not attend the regular meetings 
of department and bureau heads, as well as, those meetings pre¬ 
sided over by the regional director. The level of interaction 
between the EEO specialists and the upper level administrative 
staff, with the one exception cited above, suggests that there 
is common knowledge about equal employment matters at the high¬ 
est regional levels. Consequently, it can be assumed that, if 
thrust toward equity in employment is limited in payoffs, the 
cause cannot be attributed to lack of knowledge of the purposes 
of EEO programs and the records of those programs. 
Question ten sought to probe the deeper relationships 
between the specialists and the regional heads of departments. 
It is significant to note that all of the specialists indicated 
that they relate on a one on one basis with the regional heads 
of the departments in which they are employed. The character 
of those relationships were uniformly described as information 
sharing and advisory. Obviously, as presently constituted and 
as pointed out by the EEO specialists, their functions are best 
described as staff functions in the traditional sense - they 
have no authority to take corrective measures. 
The responses to item eleven which asked the specialists 
to list constraints that they encountered in performing their 
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duties is directly related to the scope of their roles as set- 
forth above. The validity of this conclusion is clearly evi¬ 
dent, in that each of the specialists stated that the greatest 
constraint to them in performing their duties is lack of author¬ 
ity to initiate actions designed to increase representation of 
minorities and women in upper levels of the departments. 
In view of the conclusions drawn above, and as further 
supported by the comments of three of the specialists, actions 
taken in making adjustments and/or advancements under EEO pro¬ 
grams are awkward at best and neglected at worst. An even 
further indictment of the methods by which EEO matters are 
dealt with is the comment of one of the specialists who stated 
that some of the officials directly responsible for advancing 
the cause of EEO are irresponsible. Here it is apparent that 
there is a lack of interest, as well as, a lack of direction 
and control at the higher levels of the federal government. 
Obtaining the perceptions of the specialists about the 
future of EEO programs was the focus and intent of question 
number twelve. As reported in section II, the views of the 
specialists were broad ranging. They ranged from a focus on 
the role of the President, through the issuance of Executive 
Orders, to new legislative enactments which would redefine the 
roles of EEO specialists, giving them enforcement powers. In 
yet another view, one of the specialists said that without 
strengthening the laws and programs through which equal employ¬ 
ment opportunity operates, the concept will simply result in 
being a paper project. 
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In this section an attempt has been made to present, in 
summary fashion, an analysis of the views of the six EEO special¬ 
ists. A full coverage of all possible indices and factors 
bearing on EEO programs and the roles of those responsible for 
the operations of those programs would require a more expansive 
inquiry. Nonetheless, some of the more obvious elements that 
condition the nature, character and achievements of equal em¬ 
ployment have been presented. Section IV will offer further 
commentary on findings and the writer's perceptions of those 
findings. 
IV. Conclusions/Recommendations 
The analysis of the roles of the EEO specialists as 
reflected through their responses to questions on the inter¬ 
view schedule provides a general overview of what EEO specialists 
perceive their roles to be. The EEO specialists are well 
trained in areas of EEO programs and affirmative action. They 
have multifarious duties to perform in an effort to insure 
compliance with Federal Law. 
The agencies hire and train the EEO specialists. To some 
degree, this may be a hindrance to the performance of the 
specialists, since they are hired and trained by the agencies 
in which they work. Those persons within the respective agen¬ 
cies who are responsible for hiring the specialists may also 
elect to demote or fire the specialists. 
EEO specialists should be the provoking element in govern¬ 
mental agencies that will bring about substantial changes in 
the selection, placement, training, and hiring of minority em¬ 
ployees. They attempt to spotlight areas of problematic nature 
and facilitate prompt concentration of management on the items 
of greatest concern. The specialists cannot alone, however, 
correct the wrongs of the society. Minority group pressure and 
support for equal employment opportunity must be continually 
felt by the government in order for progress to continue in this 




employment for minorities the specialists will always be 
developers, implementors, and monitors without the authority 
to integrate the EEO programs in their totality. The EEO 
specialists are in the center of the arena, advising the region¬ 
al heads on the one hand and coordinating implementation of 
guidelines established by the Office of Personnel Management 
and the Equal Employment Opportunity Commission on the other 
hand. Therefore, with pressure and support from minority groups 
and top managements' commitment, in the future, the EEO 
specialists' roles and duties should become a highly acknow¬ 
ledged force in the federal government. 
Recommendations 
The following recommendations are made based on the 
analysis of the roles of the six regional EEO specialists: 
1. The specialists should be a direct link to the 
Equal Employment Opportunity Commission. That is, the Equal 
Employment Opportunity Commission should select and assign the 
specialists to the governmental agencies. 
2. The EEO specialists should be trained extensively 
by the Office of Personnel Management. The Office of Personnel 
Management has the statutory authority to see that all person¬ 
nel actions in the federal government are free from discrimina¬ 
tion, hence the Office of Personnel Management and the special¬ 
ists should be an interlocking element directed toward achieve¬ 
ment of the goal of equal employment. 
3. EEO problems should be categorized and classified 
into groups in which the specialists are given full authority 
to bring about solutions without referral to another level 
within the particular agency. 
4. A method must be developed to relate EEO performance 
to individual managers' compensation and overall rating. Mana¬ 
gers' motivations and performance are generally spurred by such 
incentives. 
5. All EEO sections should be made independent from the 
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personnel units. Many of the complaints of employees stem 
from personnel actions, and hence, this separability between 
the personnel units and EEO sections will permit the EEO 
specialists to have a separate identity in matters relating 
specifically to equal employment. 
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1. How were you selected as an EEO specialist? 
2. How long have you been with the agency? 
3. Does the position description depict an excellent 
mirror of you? 
4. What are your delegated duties as the regional EEO 
specialist? 
5. Is the EEO section an independent section or a section 
within the personnel unit? 
6. What is your relationship with the personnel section? 
7. Does your department or agency have a goal to meet in 
hiring minorities? What part do you play in meeting 
this goal? 
8. Do you meet with the heads of departments within your 
unit to discuss EEO developments and practices? 
9. Do you attend regular meetings of regional department 
heads and bureau chiefs of your agency? 
10. What is your relationship with the head of the agency? 
11. From your point of view, what are some of the constraints 
against you performing your role as an EEO specialist 
as well as in the EEO program? 
12. In your opinion, what are the future projections of the 
EEO program and your role as an EEO specialist? 
